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ABSTRACT 
 
Differences in generation (Generation X, Generation Y) remain as one of the major 
issue arising in current organizations which subsequently resulted to workplace 
deviance behavior. Differences in characteristics, values, culture, and ethics have great 
influence on employees to be involve in deviance behaviors. However, the extent to 
which the differences lead to deviance behaviors has continued to generate concern and 
demanded justification among researchers. Thus, this study intent to examine the 
relationship between organizational ethical climate and organizational citizenship 
behavior with workplace deviance behavior among different generation (Generation Y 
and X) at the workplace. Organizational ethical climate consists of rules, organizational 
instrumental, organizational concern, individual concern, independence and individual 
instrumental. Organizational citizenship behavior comprises of individual and 
organization. A total number of 278 sets of questionnaires were distributed to 
employees at a manufacturing company located in Kedah. However, 252 set of 
questionnaires were collected and only 210 were used for further analysis. The data 
were analyzed using Pearson Correlation, Regression and T-test to determine the 
relationship between organizational ethical climate, organizational citizenship behavior 
and workplace deviance behavior. The findings showed that there is negative significant 
relationship between organizational ethical climate and workplace deviance behavior. 
However, findings reveal that there was no significant relationship between 
organizational citizenship behavior and workplace deviance behavior. An independent 
t-test revealed that Generation X were likely to be involve in workplace deviance 
behavior than Generation Y. Results presented were in line with previous research 
conducted in same area of study where still show there is still room to expand the area 
of studies. Thus, suggestions for future research were presented at the end of the study. 
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ABSTRAK 
 
Perbezaan generasi (Generasi X dan Generasi Y) adalah salah satu isu utama yang kekal 
dalam organisasi yang mengakibatkan penyelewengan tingkah laku di tempat kerja. 
Perbezaan ciri-ciri, nilai, budaya, etika mempunyai pengaruh yang besar terhadap 
pekerja untuk melibatkan diri dalam tingkah laku penyelewengan. Walau 
bagaimanapun, perbezaan membawa kepada penyelewengan tingkah laku terus 
mencetuskan kebimbangan dan memerlukan justifikasi di kalangan penyelidik. Oleh itu, 
tujuan kajian ini adalah untuk melihat hubungan di antara iklim etika organisasi dan 
kelakuan kewarganegaraan organisasi dengan kelakuan penyelewengan di tempat kerja 
dalam kalangan generasi (Generasi Y dan X) di tempat kerja. Iklim Etika Organisasi 
terdiri daripada peraturan, peranan organisasi, kebimbangan organisasi, kepentingan 
individu, kebebasan dan peranan individu. Manakala, kelakuan kewarganegaraan 
organisasi terdiri daripada individu dan organisasi. Sebanyak 278 set soal selidik telah 
diedarkan kepada pekerja di sebuah syarikat pembuatan yang terletak di Kedah. Walau 
bagaimanapun, 252 set soal selidik telah dikumpulkan tetapi hanya 210 digunakan 
untuk analisis selanjutnya. Data dianalisis menggunakan Ujian Korelasi Pearson, 
Regresi dan T-ujian untuk menentukan hubungan antara iklim etika organisasi, 
kelakuan kewarganegaraan organisasi dan kelakuan penyelewengan di tempat kerja. 
Dapatan kajian menunjukkan terdapat hubungan antara iklim organisasi etika dan 
tingkah laku penyelewengan di tempat kerja iaitu peraturan, kebimbangan organisasi 
dan kepentingan individu. Walau bagaimanapun, hasil kajian menunjukkan bahawa 
tidak terdapat hubungan yang signifikan antara tingkah laku kewarganegaraan 
organisasi dan kelakuan penyelewengan di tempat kerja. T-ujian menunjukkan bahawa 
Generasi X lebih kerap terlibat dalam tingkah laku penyelewangan di tempat kerja 
berbanding Generasi Y. Dapatan kajian ini selari dengan dapatan kajian-kajian sebelum 
ini yang menunjukkan masih perlu diperluaskan lagi. Justeru itu, cadangan kajian pada 
masa akan datang telah dinyatakan di akhir kajian.  
 
Kata kunci: kelakuan penyelewengan di tempat kerja, iklim etika organisasi, kelakuan 
kewarganegaraan organisasi, generasi x, generasi y 
 
 
 
 
 
 
v 
 
ACKNOWLEDGEMENT 
 
In the name of Allah, the Most Merciful, the Most Gracious.  
 
Praise to Allah S.W.T for giving me strength and patience in completing this study. I 
would like to put across my appreciation to all those people that gave the opportunity to 
finish this research paper. Sincerely, I am grateful to my supportive supervisor Prof. Dr. 
Khulida Kirana Yahya who help, inspire and motivate in term of giving ideas, 
knowledge, information, experiences and encouragement in the research process.  
 
Special appreciation and gratitude for my lovely parents, siblings, nieces and nephew 
who are my inspiration in completing my studies. Not to forget a special thanks to 
someone special for being with me during my ups and downs, best friends, course-
mates and lecturers support and encourage me either directly or indirectly to complete 
this research paper. Lastly, I wish to acknowledge for those who are involve in 
completing this study.  
 
 
 
 
 
 
 
vi 
 
LIST OF TABLE 
 
TABLE TITLE PAGE 
Table 2.1 Types of Workplace Deviance Behavior 19 
Table 2.2 Organizational Ethical Climate Dimensions and Definitions 22 
Table 2.3  MARS Factors 32 
Table 3.1 Operational Definition and Items of Workplace Deviance 
Behavior Dimensions 
40 
Table 3.2 Operational Definitions and Items of Organizational Ethical 
Climate Dimensions 
42 
Table 3.3 Operational Definitions and Items of Organizational 
Citizenship Behavior Dimensions 
45 
Table 3.4 Reliability Results of Pilot Study 47 
Table 4.1 Result of Respondents’ Demographic Background 51 
Table 4.2 Factor Analysis Result of  Workplace Deviance Behavior 54 
Table 4.3 Factor Analysis Result of Organizational Ethical Climate 56 
Table 4.4 Factor Analysis Result of Organizational Citizenship Behavior 58 
Table 4.5 Reliability Result of Actual Data 59 
Table 4.6 Descriptive Statistic 61 
Table 4.7 Result of T-test between Age (Generation X and Y) and 
Workplace Deviance Behavior 
62 
Table 4.8 Correlation Result of the Independent and Dependent Variables 
and Its Dimensions 
64 
Table 4.9 Multiple Regression Result of the Independent and Dependent 
Variables and Its Dimensions 
66 
Table 4.10 Hypotheses Results  67 
 
 
vii 
 
LIST OF FIGURE 
 
TABLE TITLE PAGE 
Figure 2.1 Research Framework 33 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
viii 
 
LIST OF ABBREVIATION 
 
ABBREVIATION DESCRIPTIONS 
        WDB Workplace Deviance Behavior 
        OEC Organizational Ethical Climate 
        OCB Organizational Citizenship Behavior 
       OCBO Organizational Citizenship Behavior directed to 
organization 
       OCBI Organizational Citizenship Behavior directed to 
individual 
       SPSS Statistical Package for Social Science 
       KMO Kaiser-Mayer Olkin 
         
 
 
 
 
 
 
 
 
 
 
 
 
ix 
 
TABLE OF CONTENTS 
 
TITLE PAGE 
PERMISSION TO USE………………………………………………………. i 
DISCLAIMER………………………………………........................................ ii 
ABSTRACT…………………………………………………………………… iii 
ABSTRAK…………………………………………………………………...... iv 
ACKNOWLEDGEMENT……………………………………………………. v 
LIST OF TABLE…………………………....................................................... vi 
LIST OF FIGURE……………………………………………………............. vii 
LIST OF ABBREVIATION………………………………………………….. viii 
  
x 
 
TABLE OF CONTENTS 
 
TITLE PAGE 
CHAPTER 1 : INTRODUCTION  
1.0     INTRODUCTION…………………………………………………... 1 
1.1 BACKGROUND OF THE STUDY………………………………... 1 
1.2 PROBLEM STATEMENT…………………………………………. 5 
1.3 RESEARCH QUESTIONS…………………………………………. 8 
1.4 RESEARCH OBJECTIVES………………………………………... 8 
1.5 SIGNIFICANCE OF THE STUDY………………………………… 9 
1.6 DEFINITION OF KEY TERMS…………………………………… 10 
1.7 ORGANIZATION OF THE STUDY………………………………. 11 
1.8 CONCLUSION……………………………………………………... 12 
CHAPTER 2 : LITERATURE REVIEW  
2.0 INTRODUCTION…………………………………………………... 13 
2.1 REVIEWS RELATED LITERATURES…………………………… 13 
2.1.1 Generation Differences at Workplace………………………….. 14 
2.1.2 Workplace Deviance Behavior………………………………… 17 
2.1.3 Organizational Ethical Climate………………………………… 20 
2.1.4 Organizational Citizenship Behavior…………………………... 23 
2.2 RELATIONSHIP BETWEEN VARIABLES………………………. 26 
2.2.1 Relationship between OEC and WDB…………………………. 26 
2.2.2 Relationship between OCB and WDB…………………………. 28 
2.3 UNDERPINNING THEORY AND MODEL……………………… 30 
  
xi 
 
TITLE PAGE 
        2.3.1      Attribution Theory……………………………………………... 30 
2.3.2 MARS Model of Individual Behavior and Result……………... 31 
2.4 RESEARCH FRAMEWORK………………………………………. 33 
2.5 CONCLUSION……………………………………………………... 34 
CHAPTER 3 : METHODOLOGY  
3.0 INTRODUCTION…………………………………………………... 35 
3.1 RESEARCH DESIGN……………………………………………… 36 
3.2 POPULATION AND SAMPLE……………………………………. 37 
3.3 MEASUREMENT………………………………………………….. 38 
3.3.1 Workplace Deviance Behavior………………………………… 39 
3.3.2 Organizational Ethical Climate………………………………… 41 
3.3.3 Organizational Citizenship behavior…………………………... 44 
3.4 VALIDATION OF INSTRUMENT AND PILOT STUDY………... 46 
3.5 DATA COLLECTION AND ADMINISTRATION……………….. 48 
3.6 DATA ANALYSIS TECHNIQUE…………………………………. 49 
3.7 CONCLUSION……………………………………………………... 49 
CHAPTER 4 : DATA ANALYSIS AND FINDINGS  
4.0 INTRODUCTION…………………………………………………... 50 
4.1 SURVEY RESPONSES…………………………………………….. 50 
4.2 DEMOGRAPHIC RESULTS………………………………………. 51 
4.3 FACTOR ANALYSIS……………………………………………… 53 
4.3.1 Workplace Deviance Behavior………………………………… 53 
4.3.2 Organizational Ethical Climate………………………………… 55 
 
xii 
 
TITLE PAGE 
  4.3.3      Organizational Citizenship Behavior……………………………. 57 
    4.4 RELIABILITY ANALYSIS………………………………………... 59 
4.5 DESCRIPTIVE ANALYSIS……………………………………….. 61 
4.6 T-TEST BETWEEN AGE AND WDB…………………………….. 62 
4.7 CORRELATION ANALYSIS……………………………………… 63 
4.8 MULTIPLE REGRESSION ANALYSIS…………………………... 65 
4.9 CONCLUSION……………………………………………………... 67 
CHAPTER 5 : DISCUSSIONS AND CONCLUSION  
5.0 INTRODUCTION…………………………………………………... 68 
5.1 WDB AND GENERATION DIFFERENCES……………………… 69 
5.2 RELATIONSHIP OEC AND WDB………………………………... 71 
5.3 RELATIONSHIP BETWEEN OCB AND WDB…………………... 73 
5.4 LIMITATION OF THE STUDY……………………………………. 75 
REFFERENCES…………………………………………………………….... 80 
 
 
 
 
 
 
 
 
 
 
 
xiii 
 
TITLE PAGE 
APPENDICES  
Appendix 1 : Questionnaire…………………………………………………... 85 
Appendix 2 : Scree Plot of Factor…………………………………………….. 95 
Appendix 3 : Normal P-P Plot of Regression………………………………… 96  
Appendix 4 : Partial Regression Plot…………………………………………. 97 
 
 
1 
 
 
 
 
 
CHAPTER 1 
INTRODUCTION 
 
1.0 INTRODUCTION 
 
This chapter reviews the literature of workplace deviance behavior (WDB), 
organizational ethical climate (OEC), organizational citizenship behavior (OCB) and 
generation differences in organizations. This chapter also discusses the problem 
statement, research objectives and research questions, significance of the study and scope 
of the study.  
 
1.1 BACKGROUND OF THE STUDY 
 
Workplace deviance behavior (WDB) is a thoughtful problem to an organization. It 
affects individual employees that may trigger the effective functioning of the 
organization. Robinson, Wang and Kiewitz (2014), indicated several effects on deviance 
behaviors such as employees dissatisfaction and direct them to resign which subsequently 
reduce their commitment to the organization. Numerous studies have been conducted on 
workplace deviance behaviors among which are by Kura, Faridahwati and Ajay Chauhan 
(2013), Faridahwati, Chandrakantan and Hadziroh (2011) and Othman, Khalizani and 
Shahrina (2012). They presented several factors that causing workplace deviance 
The contents of 
the thesis is for 
internal user 
only 
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